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INTRODUCTION

The rapid development of digital technology and changes in work patterns due to the COVID-19
pandemic have encouraged many organizations to adopt more flexible work systems, one of which
is hybrid working. The hybrid work model combines working from home and working in the office,
providing flexibility in time and location for employees. This policy is believed to offer a solution
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to the challenges of work-life balance in the digital era, where the boundaries between professional
and personal life are increasingly blurred.

However, the implementation of hybrid working does not always run smoothly. It requires clear
organizational policies, adequate technological support, and adaptive capabilities from both
employees and managers. Without the right approach, flexibility can instead lead to stress, decreased
productivity, and even burnout. Hybrid working is a flexible work arrangement that combines
traditional office work with remote work outside the office. This model allows employees to divide
their working time between the office and other locations such as home or alternative workplaces
(Kraj¢ik, 2023).

On the other hand, work-life balance has become a major concern in the modern workplace.
Employees who lack balance between job demands and personal life tend to experience decreased
performance, stress, and burnout. Greenhaus & Allen (2011) state that work-life balance is essential
for creating job satisfaction and improving long-term productivity. Meanwhile, the digital era is
characterized by the widespread use of digital technology in various aspects of life, particularly in
production, communication, and learning, as explained by Don Tapscott (1996).

Therefore, this study is important to examine how hybrid working policies can be effectively
implemented to enhance work-life balance. Through a qualitative approach using literature analysis,
this research aims to compile findings from previous studies to identify strategies, challenges, and
best practices in implementing hybrid working. The results of this study are expected to serve as
both academic and practical references for organizations in creating flexible, healthy, and productive
work environments in the digital era.

Based on the background described above, the author is interested in conducting a study entitled:
“Implementation of Hybrid Working Policies in Enhancing Work-Life Balance in the Digital Era”.

METHODS

In this study, the researcher employs a literature analysis method to gain insights into the research
topic. This approach allows the researcher to analyze various relevant literature sources, such as
books, academic journals, articles, and previously published documents. Through this method, the
researcher can obtain a comprehensive understanding of related theories, existing knowledge, and
techniques that have been applied to the research topic.

The literature analysis process begins with a review of literature aligned with the topic of the role of
human resource management in organizations. Subsequently, the researcher conducts a literature
review based on specific criteria such as relevance, reliability, and quality. Afterward, a thorough
analysis is carried out to understand theoretical developments, key concepts, and knowledge gaps
that still require clarification within the context of the research topic.

Data collection techniques in this study are conducted by gathering information from various
literature sources related to the research topic. The collected data are then processed and analyzed
to produce conclusions relevant to the research objectives. The output of this study is a scientific
article to be published in a nationally accredited journal (Sinta).

The results of this literature review methodology are expected to have a significant impact on
enhancing our understanding of the research topic. By analyzing previously published literature, the
researcher aims to identify relevant and strong conceptual weaknesses as well as directions for future
research.
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In conducting the literature review, the researcher applies the following criteria: publication year
range from 2015 to 2025; type of publication including international journals indexed in Scopus and
accredited national journals; and databases used such as Google Scholar, Scopus, and Web of
Science. Therefore, this study is expected to contribute significantly to the advancement of
knowledge and its application in practical contexts.

RESULTS AND DISCUSSION

Implementation of Hybrid Working Policies in the Digital Era within Organizations or
Companies

The results and discussion of the literature analysis indicate that the implementation of hybrid
working policies has a significant impact on improving work-life balance. However, its effectiveness
largely depends on the readiness of both organizations and individuals to adapt to flexible work
systems in the digital era. Various studies analyzed reveal that hybrid working enhances employee
work flexibility. This flexibility allows employees to manage their working time more
independently, enabling them to balance professional responsibilities and personal life. This
condition positively affects job satisfaction, psychological well-being, and long-term productivity.
Employees who have greater control over their time and workplace tend to experience lower stress
levels compared to those in conventional work systems.

However, literature findings also show that hybrid working does not automatically produce positive
outcomes. Without clear and structured policies, flexibility may lead to new problems such as
overworking, difficulty separating work and personal time, and an increased risk of burnout. This
occurs because the boundaries between work and personal spaces become increasingly blurred,
especially when working from home.

The implementation of hybrid working policies in the digital era within organizations or companies
is essentially a process of adjusting work systems that combine on-site (office-based) and remote
work in a structured manner. This implementation involves not only work location arrangements but
also changes in policies, organizational culture, technology, and performance management.

The effectiveness of hybrid working implementation is influenced by several key factors,
including:
1. Clear and adaptive organizational policies
Organizations need to establish firm rules regarding working hours, work distribution (work
from office and work from home), performance standards, evaluation systems, and
communication mechanisms. Unclear policies can create role ambiguity and uncontrolled
workloads.
2. Digital technology support
Technological infrastructure such as collaboration platforms, work management systems, and
data security plays a crucial role in supporting hybrid work effectiveness. Without adequate
technology, work coordination will be disrupted.
3. Competence and readiness of human resources
Employees are required to have good time management skills, self-discipline, and digital
literacy. Meanwhile, managers need to develop trust-based and output-oriented leadership styles.
4. Supportive organizational culture
An inclusive, open, and employee well-being—oriented culture is essential for creating a healthy
hybrid work environment.

The implementation of hybrid working policies represents a strategic organizational response to
digital technological developments and post-pandemic work pattern changes. Ellen Ernst Kossek et
al. (2018) state that work flexibility must be structured to avoid role ambiguity and work-life
conflict.
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Policy Design and Work Structure

The implementation of hybrid working begins with establishing clear policies regarding work
time allocation (work from office and work from home), performance standards, and evaluation
mechanisms. Edgar Schein (2010) states that successful policy implementation is strongly
influenced by alignment with organizational culture. Organizations that are adaptive to digital
transformation tend to be more successful in implementing hybrid work systems.

Digital Technology Support

Hybrid working cannot function without technological support. Research by Waizenegger et al.
(2020) emphasizes the importance of human-centered technology—technology that is easy to
use, supports collaboration, and minimizes digital stress. Platforms such as video conferencing,
cloud computing, and collaboration tools form the backbone of hybrid work systems.
Trust-Based Leadership

Fernando Contreras et al. (2020) state that leadership in hybrid working must be based on trust
rather than direct control. Leaders need to focus on outcomes, provide autonomy, and build open
communication.

Culture and Communication Management

Hybrid working may reduce social interaction. Therefore, organizations need to maintain
internal communication, strengthen employee engagement, and foster an inclusive culture. This
aligns with the view of Michael Armstrong (2020), who emphasizes that human resource
management must adapt to changes in work patterns to sustain productivity.

Challenges in Implementation

Based on the literature, several key challenges include unclear hybrid work policies, unequal access
to technology, difficulties in performance monitoring, reduced social interaction and team cohesion,
and the risk of digital fatigue.

Furthermore, the literature indicates a paradigm shift in human resource management. The focus is
no longer solely on productivity but also on employee well-being. Organizations that successfully
implement hybrid working tend to integrate flexible work policies with employee well-being
programs, such as mental health support, flexible working hours, and adaptive leave policies.

Strategies to Optimize Hybrid Working in Enhancing Work-Life Balance

1.

Structured Work Flexibility

Ellen Ernst Kossek et al. (2018) emphasize that effective flexibility must be structured, with
clear policies and boundaries to prevent confusion and excessive workloads. Organizations
should establish core working hours and provide flexible work location options while
maintaining team coordination.

Strengthening Work-Life Boundaries

Blake Ashforth & Mel Fugate (2000) introduce boundary theory, highlighting the importance of
managing boundaries between work and personal life. Strategies include implementing a “right
to disconnect,” limiting work communication outside working hours, and encouraging physical
separation of workspaces at home.

Human-Centered Technology Support

Waizenegger et al. (2020) emphasize that technology should support human needs—cognitive,
emotional, and social—not just efficiency. Effective strategies include using appropriate
collaboration tools and avoiding excessive meetings (meeting overload).

Trust-Based Leadership

Fernando Contreras et al. (2020) highlight that leadership effectiveness in hybrid work depends
on trust rather than direct supervision. Peter G Northouse (2019) also emphasizes that effective
leadership focuses on outcomes rather than physical presence.

. Strengthening Well-Being and Mental Health

Jodi Oakman et al. (2020) emphasize that the success of hybrid working depends on how well
organizations protect employees’ psychological and physical well-being. Strategies include
mental health programs, counseling, realistic workloads, and sufficient rest.
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6. Workload and Productivity Management
Michael Armstrong (2020) highlights the importance of balancing job demands with employee
capacity. Adaptive performance management systems and periodic monitoring are necessary to
maintain productivity without overburdening employees.

7. Building an Inclusive Organizational Culture
Edgar Schein (2010) explains that organizational culture shapes how employees think and
interact. The Microsoft Work Trend Index (2021) shows that hybrid employees need a strong
sense of belonging. Strategies include team engagement activities (both online and offline) and
transparent communication.

CONCLUSION

Based on the results of the literature analysis, it can be concluded that the implementation of hybrid
working policies plays an important role in improving work-life balance in the digital era. This work
model provides flexibility for employees in managing their time and workplace, thereby having a
positive impact on job satisfaction, psychological well-being, and productivity.

However, the effectiveness of hybrid working does not occur automatically. Its success is highly
influenced by the clarity of organizational policies, support from digital technology, the readiness
of human resources, and an adaptive work culture. Without proper management, work flexibility
may instead lead to problems such as overworking, blurred boundaries between work and personal
life, and an increased risk of burnout.

Therefore, hybrid working can become an effective and sustainable work strategy if it is
implemented in a well-planned, structured manner and oriented toward employee well-being, not
solely focused on achieving productivity.

REFERENCES

Michael Armstrong (2020). Armstrong’s Handbook of Human Resource Management Practice
(15th ed.). Kogan Page.

Blake Ashforth, Glen E Kreiner, & Mel Fugate (2000). All in a day’s work: Boundaries and micro
role transitions. Academy of  Management  Review, 25(3), 472-491.
https://doi.org/10.5465/amr.2000.3363315

Fernando Contreras, Emre Baykal, & Ghulam Abid (2020). E-leadership and teleworking in times
of COVID-19 and beyond: What we know and where do we go. Frontiers in Psychology.

Daantje Derks, Dolf van Duin, Maria Tims, & Arnold B Bakker (2015). Smartphone use and work—
home interference: The moderating role of social norms and employee work engagement.
Journal of Occupational and Organizational Psychology, 88(1), 155-177.

Elaine D Pulakos, Richard M Hanson, S Arad, & N Moye (2019). Performance management can be
fixed: An on-the-job experiential learning approach for complex behavior change. Industrial
and Organizational Psychology, 12(1), 51-76. https://doi.org/10.1017/i0p.2018.28

Jeffrey H Greenhaus & Tammy D Allen (2011). Work—Family Balance. In Handbook of
Occupational Health Psychology. American Psychological Association.
https://doi.org/10.2307/j.ctvlchs29w.14

Jodi Oakman, N Kinsman, R Stuckey, M Graham, & V Weale (2020). A rapid review of mental and
physical health effects of working at home: How do we optimise health? BMC Public Health,
19(1825). https://doi.org/10.1186/s12889-020-09875-z

Ellen Ernst Kossek, R J Thompson, & B A Lautsch (2018). Balanced workplace flexibility:
Avoiding the traps. California Management Review, 60(4), 5-25.

Marek Kraj¢ik (2023). Hybrid work and its impact on organizational performance and employee
well-being. Sustainability, 15(3).

Magister : Manajemen Strategis dan Terapan Volume 2, Number 1, May 2026 | 5


https://ejournal.itbwigalumajang.ac.id/index.php/mgt
https://doi.org/10.5465/amr.2000.3363315
https://doi.org/10.1017/iop.2018.28
https://doi.org/10.2307/j.ctv1chs29w.14
https://doi.org/10.1186/s12889-020-09875-z

NZAGISTER Avallble nlneat.

https://ejournal.itbwigalumajang.ac.id/index.php/mgt

MEN STRATEGIS DAN TERAPAN

Lena Waizenegger, B McKenna, W Cai, & T Bendz (2020). An affordance perspective of team
collaboration and enforced working from home during COVID-19. European Journal of
Information Systems, 29(4), 429-442. https://doi.org/10.1080/0960085X.2020.1800417

Michael Armstrong (2020). Armstrong’s Handbook of Human Resource Management Practice
(15th ed.). Kogan Page.

Microsoft (2021). The next great disruption is hybrid work—Are we ready? (Microsoft Work Trend
Index). https://www.microsoft.com/worklab/work-trend-index

Edgar H Schein (2010a). Organizational Culture and Leadership (4th ed.). Jossey-Bass.

--------- (2010b). Organizational Culture and Leadership (4th ed.). Jossey-Bass.

Don Tapscott (1996). The Digital Economy: Promise and Peril in the Age of Networked Intelligence.
McGraw-Hill.

Magister : Manajemen Strategis dan Terapan Volume 2, Number 1, May 2026 | 6


https://ejournal.itbwigalumajang.ac.id/index.php/mgt
https://doi.org/10.1080/0960085X.2020.1800417
https://www.microsoft.com/worklab/work-trend-index

